The main objective of this research is to determine the relation among applications of servant leadership in hotel managements and organizational citizenship and performance of employees along with their effect on each other. Furthermore, determining whether these variables change in respect to some demographic qualifications is among the aim of this research. A questionnaire is used in order to collect data for this research. To that end, the questionnaire is conducted to 260 employees working in hotels having tourism operation license in Gaziantep. According to the result of correlation analysis, a significant degree of positive correlation among servant leadership dimensions and organizational citizenship behavior dimensions and level of employees' performance has been determined. When regression analysis is examined, variables such as altruism, courtesy, civic virtue, conscientiousness, sportsmanship and employee's performance can be explained by five independent variables of servant leadership dimensions.
reliable. The scale was designed as five-level Likert scale and the items were in the format of 1: strongly disagree, 2: disagree, 3: Neither agree nor disagree, 4: Agree and 5: Strongly agree.
The scale developed by Podsakoff et al. (1990) was used in order to evaluate organizational citizenship behaviours. Dimensions of organizational citizenship behaviours were dealt with Organ's five dimensional classifications which are altruism, courtesy, conscientiousness, civic virtue/organizational participation, sportsmanship. Podsakoff et al. (1990) used 24 items in total in order to evaluate organizational citizenship behaviour variables. The distribution of these 24 items were constructed in this way; 5 items about altruism, 5 items about courtesy, 5 items about civic virtue(organizational participation, citizenship virtue), 4 items about conscientiousness and finally 5 items about sportsmanship (Organ, 1988) .Reliability of this scale was determined to be 0,888 which indicated that this scale was highly reliable. The scale is designed as five-level Likert scale and the items were in the format of 1: strongly disagree, 2: disagree, 3: Neither agree nor disagree, 4: Agree and 5: Strongly agree.
The scale for evaluating performance of employees was adapted from Çöl (2008) . This scale was used by Kirkman and Rosen (1999) and then by Sigler and Pearson (2000) in their studies. 4 items in total were used relating to performance of employees in the questionnaire. Reliability of this scale was determined to be 0,923 which indicated that this scale was highly reliable. The data obtained from five levelsLikert scale questionnaire were evaluated by SPSS 18 software. First, descriptive statistics (demographic features) were determined with regard to research data. To test the relationships and effects among the variables in the research, correlation and regression analysis were carried out. Furthermore, In order to determine whether the level of servant leadership applications, organizational citizenship behaviours and performance of employees in hotel managements vary significantly according to variables such as gender and marital status, independent sample T-test were carried out. Similarly, In order to determine whether the level of servant leadership applications, organizational citizenship behaviours and performance of employees in hotel managements vary significantly according to age and educational background, one-way analysis of variance (ANOVA) was executed. This research is limited to the hotels which have tourism operation license in Gaziantep.
Profile of Sample
Frequency values of variables such as gender, marital status, age, education background belonging to 260 participants constituting sample group are illustrated in table 1. In table 1, 60% of the participants are males while 40% of them are females. 55, 4% of the participants are married whereas 44,6% of them are single. The highest age range of the participants is between the ages 21-30 with 49,2% while the lowest percentage of ages age 20 and under with 4,6%. Besides, 20% of the participants are graduate of primary school, 40,8 % of them are graduate of high school, 16,2% of them are graduate of college (two years) and 23% of them are graduate of University (Table 1) .
Findings
It was tested by applying the analysis of correlation and regression, T-test and ANOVA introduced to sample group. Accordingly, correlation analysis which was done with the aim of testing the correlation among the servant leadership dimension, organizational citizenship behaviours dimension and performance of employees is shown in Tables 2,3 and 4. Regression analysis which was done in order to test the effect of servant leadership dimensions on the organizational citizenship behaviours and performance of employees is shown in According to the results of the correlation analysis in table 2, because the value found is close to +1 (r= coefficient of the correlation) it can be said that there is a positive correlation. That's to say, a significant level of positive correlation was identified among servant leadership dimensions, organizational citizenship behaviour dimensions and performance of employees. According to this result, it is possible to state that as level of servant leadership of the participants increases, the level of organizational citizenship behaviour and performance of employees increases too. On the other hand, it is possible to state that as level of servant leadership of the participants decrease, the level of organizational citizenship behaviour and performance of employees decrease as well.
According to the result of the correlation analysis, there is a positive but a weak level of correlation between dimensions of servant leadership which are agapaolove, vision, trust, humility and organizational citizenship dimensions which are altruism, courtesy, civic virtue, conscientiousness. As for the sportsmanship dimension, there is a positive but a very weak level of correlation. In addition to this, there is a positive but a weak level of correlation between empowerment dimension and altruism, courtesy, civic virtue, a positive and medium level of correlation between empowerment and conscientiousness, and there is a positive and weak level of correlation between empowerment and sportsmanship. Besides, there is a positive but a weak level of correlation between agapaolove, empowerment, vision, trust belonging to servant leadership and performance of employees. Finally, there is a positive but a very weak level of correlation between humility and performance of employees (Table 2) . When the results of regression analysis examined in table 3, according to the value of R 2 determination coefficient, five independent variables, that's, 23% of altruism variable, 20% of courtesy variable, 18% of civic virtue variable, 29% of conscientiousness variable, 12 % of sportsmanship variable can be explained by servant leadership dimensions. When the value of significance is examined, not all the correlations between independent variable and dependent variable are significant. According to the findings, altruism, courtesy, civic virtue and sportsmanship effect dimensions of servant leadership statistically at a significant level (p<0, 05). It was found out that the effect of other variables (p>0, 05) are not significant. Within this context, increase of one unit in agapaolove dimension of servant leadership, providing that other independent variables remain stable, ensures 0,321 0,143 and 0,753 unit of increases in behaviours such as altruism, conscientiousness and sportsmanship respectively. Likewise increase of one unit in empowerment dimension of servant leadership, providing that other independent variables remain stable, ensures 0,208 0,226 0,249 and 0,714 unit of increases respectively in behaviours that are courtesy, civic virtue, conscientiousness and sportsmanship. Again, when the results of regression analysis examined in table 4, according to the value of R 2 determination coefficient, 16,6% of performance of employees' variable can be explained by five independent variables(servant leadership dimensions). In addition, correlation between the values in significance column (p) and aforementioned values is at the level of p>0,05. Statistically, not all the correlations between dependent and independent variables are significant. According to findings, performance of employee is statistically affected at a significant level by agapao love and vision dimensions of servant leadership. Considering these findings, increase of one unit in dimensions of agapaolove and vision, providing that other independent variables remain stable, ensure 0,207 and 0,225 unit of increases respectively.
In order to test whether data of servant leadership, organizational citizenship behaviours and performance of employee show a significant differentiation according to demographic features (gender, marital status, age, educational background) T-test analysis and ANOVA analysis were carried out. According to the result of T-test analysis shown in table 5, because value of significance is p>0,05between gender and empowerment, vision, humility, performance of employee, organizational citizenship behaviours, it can be stated that there is not a significant differentiation. In this respect, empowerment, vision trust, humility, performance of employee and organizational citizenship behaviour do not vary according to the gender. However, the significance value between gender and agapaolove dimension of servant leadership is p<0,05 so there is a significant differentiation between them. According to the result of T-test analysis shown in table 6, a significant level of differentiation could not be found because value of significance is p>0,05 between marital status, agapaolove and trust dimensions of servant leadership as well as performance of employee and organizational citizenship behaviours. In this respect, agapaolove, trust, performance of employee and organizational citizenship behaviours do not vary according to marital status. However, the significance value between marital status of participants and empowerment, vision and humility dimensions of servant leadership is p<0,05 so a significant differentiation is encountered. According to the result of ANOVA analysis shown in table 7, a significant differentiation could not be found between age and agapaolove, empowerment, trust dimensions of servant leadership as well as performance of employee and organizational citizenship behaviour, since the value is p>0,05. In this respect, agapaolove, empowerment, trust, performance of employee and organizational citizenship do not vary according to age. However, value of significance between age and vision and humility dimension of servant leadership is p<0,05 so a significant differentiation is encountered. According to the result of ANOVA analysis shown in table 8, a significant differentiation could not be found between educational background and agapao love, humility dimensions of servant leadership as well as performance of employee since the value of significance is p>0,05. In this respect, agapaolove, humility and performance of employee do not vary according to educational background. However, value of significance between educational background and trust, empowerment, vision dimensions of servant leadership as well as organizational citizenship behaviours is p<0,05 so a significant differentiation is encountered.
Result
In this research, it was aimed to determine the effect of servant leadership on organizational citizenship behaviours of employees and on their performance. It was also aimed to determine the correlation among these variables. Moreover, it was aimed to observe the differentiation of servant leadership applications, organizational citizenship behaviours and performance of employee according to demographic features.
According to result of correlation analysis, a positive level of correlation was determined among servant leadership dimensions, organizational citizenship behaviours and performance of employee. In this respect, it is possible to state that as level of servant leadership of the participants increases, the level of organizational citizenship behaviour and performance of employees increases as well. According to the result of the correlation analysis, there is a positive but a weak level of correlation between dimensions of servant leadership which are agapaolove, vision, trust, humility and organizational citizenship dimensions which are altruism, courtesy, civic virtue, conscientiousness. As for the sportsmanship dimension, there is a positive but a very weak level of correlation. In addition to this, there is a positive but a weak level of correlation between empowerment dimension and altruism, courtesy, civic virtue, a positive and medium level of correlation between empowerment and conscientiousness, and there is a positive and weak level of correlation between empowerment and sportsmanship. . Besides, there is a positive but a weak level of correlation between agapaolove, empowerment, vision, trust belonging to servant leadership and performance of employees. Finally, there is a positive but a very weak level of correlation between humility and performance of employees. When regression analysis is examined, variables such as altruism, courtesy, civic virtue, conscientiousness, sportsmanship and employee's performance can be explained by five independent factors of servant leadership dimensions. When the value of significance (p) is examined, altruism, courtesy, civic virtue and sportsmanship behaviours were statistically affected by servant leadership dimensions at a significant level. Within this context, increase of one unit in agapaolove dimension of servant leadership, providing that other independent variables remain stable, ensures 0,321 0,143 and 0,753 unit of increases in behaviours such as altruism, conscientiousness and sportsmanship respectively. Likewise increase of one unit in empowerment dimension of servant leadership, providing that other independent variables remain stable, ensures 0,208 0,226 0,249 and 0,714 unit of increases respectively in behaviours that are courtesy, civic virtue, conscientiousness and sportsmanship. Plus, performance of employee is statistically affected by agapaolove and vision dimensions of servant leadership at a significant level. Considering these findings, increase of one unit in dimensions of agapaolove and vision, providing that other independent variables remain stable, ensure 0,207 and 0,225 unit of increases respectively.
Additionally, differentiation of servant leadership, organizational citizenship behaviours and performance of employee according to the variables such as gender, marital status, age, educational background were examined. However, a significant differentiation could not be found between gender and empowerment, vision, trust, humility dimensions of servant leadership as well as organizational citizenship behaviour and performance of employee. A significant differentiation was found between gender of the participants and agapaolove dimension of servant leadership. A significant differentiation could not be found between marital status of participants and agapaolove, trust dimension of servant leadership as well as performance of employee and organizational citizenship behaviour. In this respect, agapaolove, trust, performance of employee and organizational citizenship behaviour do not vary according to marital status of the participants. A significant differentiation was found between marital status of participants and empowerment, vision and humility dimension of servant leadership.
A significant differentiation could not be found between ages of participants and agapaolove, empowerment, trust, performance of employee and organizational citizenship behaviour. However, a significant differentiation was found between marital status of participants and vision, humility dimension of servant leadership. In addition to this, a significant differentiation could not be found between educational background of participants and trust, humility dimension of the servant leadership. In this respect, trust, humility and performance of employee do not vary according to educational background of the participants. A significant differentiation was encountered between educational background of participants and trust, empowerment and vision dimensions of servant leadership as well as organizational citizenship behaviour.
All in all, employees in the organization will show more organizational citizenship behaviours when the leader cares about them give them opportunities to develop themselves, get information from them and finally trust them. In the consequence of displaying organizational citizenship behaviours, experienced employees will help new employees, they will not create problems with their colleagues, and they will not waste their time by complaining about trivial problems. What's more, employees will finish their tasks just in time and when a problem show up, they will find solutions in the quickest way.
